This empirical study show that the impact of all styles was well moderate. The means of effect of all styles were less than 3 out of 5. It means the expected impact of transformational affect upon the all dimensions of the activities, are not expected due to the traditional styles of leadership and the lack of information about the transformational leadership styles which can guide leaders to use such styles in the organization which may be this results due to lack of trained leaders and necessary knowledge with the leaders in all universities about transformational styles the traditional form of the leadership styles which used by the university leaders affect the communication between all levels of the administration and the faculty members which has consequence because decrease in motivation and a self-consideration from the administration.
Introduction
Leadership is a complex and broad concept. Even today leadership remains a subject highly susceptible to change. There are a few points of view within the literature on leadership that are worth sharing here to help understand why this field is so complex and broad. Murphy (1941) states that leadership is a function of the whole situation, it is not a "quality" but more a "process" and therefore it is not static. Burns (1978) describes leadership as follows: "leadership is the reciprocal process of mobilizing, by persons with certain motives and These are just a selected few of the many definitions in the literature reviewed. It seems accepted among scholars who discuss leadership, to not define the concept at all (Rost, 1991) . Yukl (1989) explains that it is better to use the various conceptions of leadership as a source for different perspectives on a complex, multifaceted phenomenon, rather than to resolve the controversy over the appropriate definition of leadership.
In the selected definitions one common thread appears. It can be derived that leadership concerns one person influencing a person or a group of people in order to realize goals. When the question is addressed of how this can be done, the concept of leadership-styles must be introduced. The next section will expand on this concept.
Transformational leadership
Transformational leadership is a participative leadership-style and is defined as transforming the values and priorities of subordinates, whereby the leader motivates them to perform better beyond their expectations (Yukl, 1994) . In transformational leadership, the process of influencing followers is one whereby followers are made more attentive to the importance of task outcomes in order to encourage them to go beyond their own interests for the sake of the organization (Yukl, 1999) .
Transformational leadership has the assumption that people follow a person who inspires them and the followers accept and internalize the values expressed by their leader (Jung & Avolio, 2000) . The transformational leader achieves things by using enthusiasm and energy and these leaders set more challenging expectations and achieve higher performances than transactional leaders (Bass & Avolio, 1994) .
Motivation is highly valued because of its consequences: motivation produces (Ryan & Deci, 2000-b) . In addition, employees who feel motivated toward their work are likely to be persistent, creative and productive, turning out high quality work that they willingly undertake (Amabile, 1993) . Research also shows that whether a person behaves for intrinsic or for extrinsic reasons has a significant impact on the quality of the experience as well as the performance (Ryan & Deci, 2000-a). Based on these statements, one could conclude that it should be of great concern to leaders to gain insight in not only the state of motivation of their subordinates, but the underlying reasons for their motivation as well. Two different types of motivation will be further explored, namely intrinsic and extrinsic motivation.
Motivation
There are many definitions of motivation and there is no apparent consensus of what the actual meaning of motivation is. Several points of view will be shared below in order to get a broader understanding of the concept of motivation.
According to Robbins (1994) motivation is "the willingness to do something and conditioned by the action"s ability to satisfy some need of the individual" (p. 42). Another view is provided by Ryan and Deci (2000-b) : "Motivation concerns energy, direction, persistence and equifinalityall aspects of activation and intention" (p. 69). Ryan and Deci (2000-a) also state that somebody who is activated toward an end is considered motivated. Reiss (2004) argues that motivation is no more then "reasons people hold for initiating and performing voluntary behaviour" (p. 179). Motivation should not be considered as static; "the art of motivation is a process of changing one"s willingness to exert effort" (Kamery, 2004, p. 92) .
From these definitions it can be derived that motivation concerns the willingness of somebody to behave in a certain way and this willingness is dynamic in the sense that it changes over time. Ryan and Deci (2000-a) , state that motivation can vary in the level as well as in the orientation of motivation. The level of motivation refers to how much motivation one person feels, the orientation of motivation concerns the type of motivation and reveals "the why of actions" (Ryan & Deci, 2000-a).
Theories of motivation
Theories of motivation are designed to explain why people behave in a particular way. Maslow"s (1943) theory is one of the most widely discussed theories of motivation. He distinguishes between five basic needs, which are arranged in a hierarchy and are related to each 1943). The theoretical perspective of Maslow has often been assumed as the basis for separating intrinsic and extrinsic rewards, where the lower order needsphysiological, safety and love/belonging needscan be seen as extrinsic and the higher order needsesteem needs and need for self-actualizationas intrinsic (Guzzo, 1979) . The motivation-hygiene theory by Herzberg, Mausner and Snyderman (1959) is also a well-known theory on motivation. According to this theory, people"s motivation is influenced by motivators and hygiene-factors. Motivators give positive satisfaction, while hygiene-factors do not motivate if present, but result in demotivation if absent (Herzberg et al., 1959) . Motivators concern the work itself, whereas hygiene-factors have something to do with the surrounding context (Amabile, 1993) .
Therefore, motivators are known as intrinsic factors and hygiene-factors as extrinsic factors. These are just a few of the several well-known theories of motivation (other theories are e.g. Mayo, 1933; McGregor, 1960; McClelland, 1961; Vroom, 1964) . However, as seen in the explanation of the theories of Maslow (1943) and Herzberg et al. (1959) , the distinction between intrinsic and extrinsic factors is recurrent. This distinction will therefore form the framework for types of motivation as described in the following section.
Intrinsic and extrinsic motivation
Human motivation at work is the heart, of the field of organizational behaviour. In work and other contexts, motivation is often described as being intrinsic or extrinsic in nature (e.g. Barbuto, 2005) . The difference is in people doing activities for their own sake (intrinsic) or for instrumental reasons (extrinsic).
Both of these concepts of motivation will be described in the following sections as well as the way each can be influenced.
Intrinsic motivation
The concept of intrinsic motivation was first discovered as a result of experimental studies by White (1959) where he found that animals engage in exploratory, playful and curiosity-driven behaviours even in the absence of reinforcement or reward. Therefore, intrinsic motivation reflects the inherent tendency to seek out novelty and challenges, to extent and ISSN:0097-8043 Vol-118-Issue-11-November-2019 P a g e | 308
Copyright ⓒ 2019Authors exercise one"s capacities, to explore, and to learn (Ryan & Deci, 2000-b). Intrinsic motivation derives from within the person or from the activity itself and the motivation is not drive-based or a function of external control (Deci & Ryan, 1985) . A person will work on a task because, for example, he or she finds it enjoyable, not because he or she will be rewarded or punished.
As a result, the ideal incentive system is in the work content itself, which must be satisfactory and fulfilling for the employees (Osterloh & Frey, 2000) . Theory as well as empirical studies, reveal that intrinsic work motivation is primarily related to task characteristics such as job autonomy, skill variety, task significance, task identity, and feedback from the job (Houkes, Janssen, Jonge & Nijhuis, 2001). Here, the relation can be made with the higher order needs of Maslow (1943) .
Osterhloh and Frey (2000) state, that under specific conditions, intrinsic motivation is superior to other forms of motivation in circumstances relevant for organizations. Intrinsic motivation is also referred to as ego motives (Reiss, 2004) .
Briefly summarized; intrinsic motivation is internally drivenit derives from within the person or from the activity itselfand therefore, certain task characteristics are important in the sense that employees must perceive the work content as being satisfactory and fulfilling.
Extrinsic motivation
Although intrinsic motivation is undoubtedly an important type of motivation, most of the activities people do are not caused by intrinsic reasons (Ryan & Deci, 2000-a). Amabile (1993) agrees with this and states that there are many work activities that are purely extrinsically motivated. Extrinsic motivation is the motivation to engage in an activity as a means to an end.
Individuals who are extrinsically motivated work on tasks because they believe that participation will result in desirable outcomes such as a reward or the avoidance of punishment (Pintrich & Schunk, 1996) . The motivation comes from outside the individual (external). A task can be of little or no interest, but the external reward will be a motivator for the person to continue the task. Examples of external rewards are money, a cheering crowd or a good grade. Extrinsic motivation is also called drives (Reiss, 2004) .
DeCharms (1968), states that extrinsic motivation contrasts with intrinsic motivation.
There are instances of documented cases where extrinsic goals can become so deep-seated by persons that it becomes difficult to distinguish whether it concerns external or internal motivation (Ryan and Deci, 2000-a). Amabile (1993) argues that both types of motivation often ISSN:0097-8043 Vol-118-Issue-11-November-2019 P a g e | 309
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co-occur; one person can be intrinsically motivated to do his or her job, however, to complete the task within a certain deadline, he or she could be extrinsically motivated. Hence, the line of demarcation between intrinsic and extrinsic motivation is vague and both types of motivation can be present for one specific task.
Influencing intrinsic and extrinsic motivation
Both intrinsic and extrinsic motivation, have been explained in some detail above. It is essential for leaders to know what motivates their subordinates. The distinction between intrinsic and extrinsic motivation is important here, since intrinsically motivated behaviour may be deemed more desirable then extrinsically motivated behaviour in certain circumstances (Osterhloh and Frey, 2000) . Then, also, it becomes important to know if there are possibilities to influence these types of motivation one way or another. Osterhloh and Frey (2000), state that it is more difficult for leaders to change the intrinsic motivation of their subordinates than the extrinsic motivation.
This can be explained by the fact that intrinsic motivation will occur only for activities Employees are motivated by clear goals and appropriate feedback. Also, working toward a goal provides a major source of motivation to actually reach the goal (Locke, 1968 ). It appears that goal-setting contributes to both intrinsic motivation (the challenge of reaching the goal) and extrinsic motivation (the reward for reaching the goal). The outcome of intrinsically motivated people is more uncertain than in the case of extrinsically motivated people (Osterloh & Frey, 2000) . Osterloh and Frey (2000) state that external reward makes extrinsic motivation easier to calculate than intrinsic motivation.
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Leadership-Styles and Employee Motivation
Lindner (1998) states that motivated employees are more productive. Therefore, managers need to understand what motivates their employees to be effective. This is arguably one of the most complex functions of a manager (Lindner, 1998) . Kamery (2004) also states that proper use of positive motivation is critical for managers in today"s constantly changing business environment and that it is a must, to stay ahead of competitors. For these reasons, this chapter will seek to match and combine characteristics from the concept of leadership with characteristics from the concept of motivation in order to gain more insight.
Leadership theory distinguishes between transactional and transformational leadershipstyles and motivation is split into intrinsic and extrinsic motivation. It will be investigated what their relation is and if there are differences between how characteristics of leadership-styles affect characteristics of the types of motivation.
Transformational leadership and motivation
Transformational leaders can make their subordinates perform beyond expectation, due to the fact that transformational leaders focus on current as well as on future needs of their subordinates" internal drivers. Transformational leadership seems to contain several aspects of charismatic leadership and the following dimensions of transformational leadership are distinguished: idealized influence, inspirational motivation, intellectual stimulation and individualized consideration. First, the relationship between transactional leadership and motivation in general will be investigated. Then, the next two sections explore the role of the transformational leadership-style to respectively intrinsic and extrinsic motivation.
Combined with motivation in general
Transformational leadership involves the motivation of others (Avolio, 1999 
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Nevertheless, it can be assumed that the dimensions of the transformational leadershipstyle will all have a positive relationship with motivation. This can be concluded as a result of the fact that transformational leadership has the highest correlation with motivation (Judge & Piccolo, 2004) .
Combined with intrinsic motivation
When comparing transformational leadership with intrinsic motivation, there seems to be a fit; both concepts are internally focused and focus on the process as a whole, not just the outcome. This belief is reinforced by Barbuto (2005) , who states the following: 
Combined with extrinsic motivation
Transformational leadership focuses on internal needs of subordinates and places emphasis on the process of the creation of involvement. Transformational leaders do not seem to provide external rewards. An extrinsically motivated person may seek for extrinsic rewards and could therefore not feel triggered by his or her transformational leader to put extra effort on the task.
According to Judge and Piccolo (2004) , transformational leaders offer a purpose that goes beyond short-term goals and is more concentrated on the higher order needs. Extrinsic motivation is more concerned with the lower order needs of Maslow (1943) .
Objectives

1.
To find out overall impact of transformational leadership on motivating faculty members.
2.
To find out the impact of intellectual stimulation on faculty member"s motivation.
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3. To find out the impact of individual consideration on faculty members.
4.
To find out the impact of idealized influence on motivation.
5.
To find out the impact of inspirational motivation on motivating the faculty members.
6.
To find out the significant differences among 4 areas.
Methodology
A descriptive analytic survey is used to collect the data for this study. A questionnaire of 28 items was designed to collect the data. The items were distributed among 4 areas namely, idealized, influence, inspirational motivation, intellectual stimulation and individual consideration, validity, reliability and internal consistency of the questionnaire are checked.
Likert five point scaled is used for questionnaire. The researchers checked correlation between the elements of transformational leadership (Intellectual stimulation, individual consideration, idealized influence and inspiration motivation) the results show significant positive correlation each elements with other elements the following table illustrates the correlations. ISSN:0097-8043 Vol-118-Issue-11-November-2019 P a g e | 313
The following scales used from Strongly Disagree to Strongly Agree and distributed manually. SPSS has been used mean standard deviation, correlation and ANOVA are used to analyze the data. 
Conclusion
The findings of this empirical study show that the impact of all styles was well moderate.
The means of effect of all styles were less than 3 out of 5. It means the expected impact of transformational affect upon the all dimensions of the activities, are not expected due to the traditional styles of leadership and the lack of information about the transformational leadership styles which can guide leaders to use such styles in the organization which may be this results due to lack of trained leaders and necessary knowledge with the leaders in all universities about transformational styles the traditional form of the leadership styles which used by the university leaders affect the communication between all levels of the administration and the faculty members which has consequence because decrease in motivation and a self-consideration from the administration.
Recommendations
According to the huge number of studies which indicate that transformational leadership styles increase the motivations or subordinates towards the organizations and its objectives. So universities as one of the advanced organizations should resign form traditional forms of leadership and adopt transformational forms.
